).
The idea that leaders are actually people who serve others is clearly defined in Robert Greenleafs Servant Leadership (1977) where he states that a leader's power derives from the ultimate ability to serve. People &dquo;will freely respond only to individuals who are chosen as leaders because they are proven and trusted servants. To the extent that this principle prevails in the future, the only true viable institutions will be those that are predominantly servant-led&dquo; (p. 330). Greenleaf describes good leadership as caring, supporting, and serving to the extent that trust is fostered. If followers trust the leader's ability to satisfy their needs, then they will give the leader influence and power (Adams & Yoder, 1985) .
The tenets of good leadership are similar to the characteristics of good followership (Bass, 1960; Kelly, 1988; Sergiovanni, 1990 (Bass, 1960) . They can be trusted to complete an assignment and make appropriate decisions because they believe and understand the objectives of the institution. As independent, critical thinkers, effective followers are insightful, candid, and fearless, forming their own opinions and high standards (Kelly, 1988 ).
2. DEDICATION. All organizations need followers who are faithful and committed to the cause. Indeed, one key to successful leadership is the degree to which the leader can communicate the mission and purpose of the institution and convince followers of its validity, through logic, personal belief, incentives, and association (Bass, 1960) . Dedicated followers are more likely to &dquo;go the extra mile&dquo; and are loyal to the goals of the organization. With true commitment, morale remains high and the leader benefits from the self-correcting nature of the group (Kelly, 1988) . Along with commitment, good followers bring competence and focus to the job as well. They seek out learning experiences. They focus on overlooked problems and develop solutions to take to the , leader. Their broad-based dedication and competence allow them to view co-workers as colleagues, and not as competitors (Kelly, 1988 4. OPENNESS. The most effective followers are not threatened by change, but adapt to new processes, procedures, policies, and, most importantly, exhibit a willingness to be flexible and positive. These followers also generate new ideas and share them with leaders. This characteristic is certainly a function of personality, but also a function of the kind of work environment created by the leader. Effective followers exercise self-control , and initiative and see themselves basically as equal to the leader. They are much more likely to openly disagree with leadership and offer opinions (Kelly, 1988 (Rinne & Karl, 1990, p. 7). The leader accomplishes this ' by creating a &dquo;climate that encourages people to learn and grow, prizes their contributions, and cherishes their independence and autonomy&dquo; (Bennis, 1989, p. 146 ).
Many will contend that true leaders are born, not made (Owens, 1973) . But this approach to leadership may be inadvertently misguided. As Robert Kelly (1988) Our emphasis on training leaders may be creating a class of people interested more in power, money, influence, and status than in serving the best interests of an institution or society. If, however, we focus our efforts on helping people become genuine followers, then not only will we foster a more productive and creative citizenry, but we will be establishing a large set of people who will know first-hand how to serve as leaders, when the opportunity calls, in the future.
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